University of Mississippi

eGrove
Newsletters

American Institute of Certified Public
Accountants (AICPA) Historical Collection

6-1997

Team Network News, Special Issue, June, 1997
American Institute of Certified Public Accountants. Communications Implementation Team

Follow this and additional works at: https://egrove.olemiss.edu/aicpa_news
Part of the Accounting Commons

TNN

Team Network News
a world of information for Team AICPA members

FWA Survey Results and
Implementation Plan

Special Issue

June 1997

FWA Task Force
Based on the results of a survey of Team
AICPA undertaken by the Flexible Work
Arrangements (FWA) Task Force in April,
Barry Melancon and the management
staff are committed to making FWA work.
In response to the concerns employees
raised and the various suggestions for
program refinement, the FWA task force
will evaluate the recommendations
for feasibility and the program will be
modified. In the interim, the program
will continue as is. “The adoption of the
FWA program demonstrates AICPA’s
commitment to its Values & Visions
Statement,” says Pat Duane, Director
of Human Resources. Pat continued,
“Flexibility is a key component to
balancing work/life issues. At a recent
meeting of the Society for Human
Resources Management (SHRM), AICPA
demonstrated its progressive nature
by being one of the few participants
who implemented a flexible work
arrangement. Many participants were
just in the process of researching FWA
feasibility for their organization and
many asked us to share with them what
we did.The recognition we received
was great but more importantly, it
demonstrated AICPA’s leadership role in
meeting the needs of our employees.”
The specific objectives of the FWA
Assessment Survey were to identify
management and non-management

issues concerning FWA, including its
impact on member/customer service,
and employee productivity and morale.
The survey also sought suggestions
from managers and non-managers for
refinement of the FWA program. A total
of 376 employees responded to the
survey (a 58% response rate).

Profile of Survey Respondents

FLSA Category

69% Exempt

Job Title

continued on page 2

FWA Survey Results and Implementation Plan■ ■■ continued
Children Under Age 18

Gender

Participating in the
FWA Program

Caregiving Responsibility
for an Adult Dependent
or Elderly Relative

Marital Status

FWA Schedule Utilized

Operating Group
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FWA Survey Results and Implementation Plan... continued
Participation in the FWA Program
When asked why they participate
in the FWA program, most employees
cited a desire for more flexibility in
their personal lives or improved
quality of life, as well as child/elder
care or family reasons. A few also
participate for reasons due to their
commute.Among those who don’t
participate in the FWA program, many
cited workload reasons, job responsi
bilities, personal obligations, or simply
a preference for a “9 to 5” schedule.
Several employees also indicated that
FWA schedules are not permitted in
their team, while others said they are
not eligible to participate due to
length of employment.

Impact of FWA on
Day-to-Day Team
Generally 60% to 70% of all respondents
said that they have seen no change in
their day-to-day team’s productivity,
quality of work, internal and external
member/customer service, response
time to other teams/from other teams,
or the ability to schedule meetings
within their team or with other teams
as a result of the FWA pilot program.
However, grouping responses by job
title reveals that managers are more apt
than non-managers to say they have
seen a decline in most of these areas,
with one exception — no change in
quality of work. Where respondents
believe that FWA has impacted their
day-to-day team is in the area of morale:
38% said morale either “greatly” (17%)
or “somewhat” (21%) improved as a
result of the FWA pilot program.
Impact of FWA on Individual
Employee Performance
Most respondents (FWA participants
& non-participants) said that FWA has
not impacted their productivity (70%),
the quality of their work (81%), their
ability to provide service to members
(80%), or their ability to provide
service to internal customers (78%).
Half of the respondents said it has
impacted their morale, and half said it
hasn’t. Employees who said FWA has
impacted their performance were
asked to describe such impact. Not

surprisingly, FWA participants generally
cited positive effects of FWA such as:
improved morale, increased productiv
ity, less stress/improved quality of life,
more uninterrupted time/better able
to focus on work, not distracted by
personal matters (which can be taken
care of on day off), improved quality of
work, a more positive view of AICPA
as a place to work, and a desire “to
give more back to AICPA.”
Employees not participating in the
FWA program cited both positive and
negative effects on morale, and usually
cited negative effects on productivity.
With regard to morale, non-participants
often cited the availability of FWA itself
as a morale booster (“nice to have
option to flex”) and indicated that the
program shows AICPA’s concern for its
employees. Others, however, said that
FWA has negatively impacted their
morale because they are not able to
participate in the program. In terms
of the impact of FWA on productivity,
non-participants mentioned coverage
problems, delays in getting work out
the door, availability of staff, and
scheduling difficulties.

Employee Issues
Concerning FWA
The survey gave employees the oppor
tunity to describe any issues or concerns
they have regarding FWA.The key issues
raised by managers/non-managers and
FWA participants/non-participants
alike included: all teams should have
the opportunity to participate in the
FWA program, the four-day workweek
is too disruptive, and concerns regard
ing abuse of the program (e.g., staff
not working required additional daily
hours). In addition, other key concerns
among managers included a purported
loss of work time among professional
staff, as well as excessive time out of
the office, particularly when staff take
sick or vacation days in the same
week as their FWA day.
Employee Suggestions for
FWA Program Modifications
Most employees responding to the
survey believe that the FWA program
should be continued:

Opinion Regarding Future of
the FWA Program

Employees who believe the program
should be modified were asked
to describe the changes they would
recommend. Common suggestions
across all sub-groups of respondents
included offering telecommuting as
an FWA option and reducing service
eligibility requirements. Other common
recommendations included eliminating
the four-day workweek, allowing only
one flex day per month, and appropri
ately justifying the denial of FWA
requests with sound business reasons.
Additionally, a predominant opinion
expressed by managers and non-man
agers responding to the survey is the
need for flexibility on the part of man
agement and non-management staff in
order to have a successful FWA program.
To quote several respondents, “FWA is
not an entitlement, it is a privilege.”
Next Steps
The FWA task force is currently
reviewing the feasibility of employee
suggestions and recommendations.
The resulting modifications to the
FWA program will be presented to
management in the upcoming months.
Additionally, senior management is
addressing the issue of certain teams
currently ineligible to participate in
the FWA program due to special pro
jects with a goal toward determining
when FWA will be practical in
those areas.

Members of the FWA Task Force are:
Marsha Bonner, Susan DAngelo,
Pat Duane, Peter Kieran, Joanne
Lindstrom, and Ela Work.
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